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Abstract:

The alignment between Strategic Human Resource
Management (SHRM) and Organizational Behavior (OB)
has become crucial for long-term organizational success,
especially in the wake of the COVID-19 pandemic. The
shift to remote work and virtual teams has transformed
communication and collaboration, requiring new strategies
to maintain productivity, morale, and organizational
culture. These changes have expanded HR’s role, with a
heightened focus on employee well-being, engagement, and
mental health. As organizations adapt to these challenges,
leveraging HR to foster continuous development becomes
essential.

This research explores the relationship between SHRM
and OB, aiming to create a collaborative framework
that supports sustainable organizational growth. The
framework focuses on adaptability, employee well-being,
and resilience. Drawing on contemporary theories and
empirical studies, the research examines SHRM practices,
organizational culture, employee behavior, and overall
performance. It investigates the roles of leadership,
communication, motivation, and organizational learning in
driving growth.

Using a mixed-methods approach, including quantitative
surveys and qualitative interviews, the study provides
both theoretical and empirical evidence of how integrating
SHRM and OB can enhance organizational outcomes.
Preliminary findings suggest that organizations that
effectively combine these practices outperform competitors
in areas such as employee retention, innovation, and
overall performance, indicating that aligning SHRM and
OB is key to thriving in an evolving business environment.

Keywords: Strategic Human Resource Management,

Organizational Behavior, Long-Term Organizational
Growth, Employee Engagement, Leadership, Organiza-
tional Learning.

1



Introduction

Background and Rationale

In the context of today’s rapidly evolving business en-
vironment, the strategic alignment of Human Resource
Management (HRM) and Organizational Behavior (OB)
is critical for organizations aiming to foster long-term
growth and sustainability. The past few decades have
witnessed a significant shift in HRM practices, moving
from traditional personnel management to the concept of
Strategic Human Resource Management (SHRM), which
aligns human capital practices with organizational goals
(Wright & McMahan, 1992). Parallel to this, the field of
Organizational Behavior (OB) has advanced, emphasizing
the importance of understanding how pp99p999individual
and collective behaviors influence organizational perfor-
mance (Robinson, 2001).

As organizations strive for long-term growth, they are
increasingly recognizing the need to integrate SHRM and
OB in a manner that not only optimizes human capital
but also aligns it with organizational culture, values, and
performance. The relevance of this integration is intensi-
fied by the COVID-19 pandemic, which fundamentally
disrupted organizational structures, work dynamics, and
employee behavior forcing businesses to adopt remote
working, shift to digital platforms, and implement flexible
HR policies, all of which have had profound effects on
organizational culture and behavior (Arambewela & Jim-
mieson, 2020). Consequently, the need for a collaborative
framework that aligns SHRM practices with organization-
al behavior to navigate this post-pandemic landscape has
never been more pressing.

By examining empirical evidence from various industries,
this study seeks to understand the critical link between
HRM practices and employee behavior, with a particular
focus on the lessons learned from the aftermath of the
COVID-19 pandemic.

Research Aims

The primary aim of this research is to develop a collab-
orative framework for SHRM and OB that can help or-
ganizations achieve long-term growth and sustainability.
The framework will focus on how strategic HR practices
can influence organizational behavior, drive employee en-
gagement, enhance organizational culture, and ultimately
contribute to overall organizational success. Additionally,
this study investigates how the COVID-19 pandemic has
influenced the relationship between SHRM and OB and
identifies strategies that organizations can adopt to thrive
in the post-pandemic business environment.

Research Questions

To achieve the stated aims, the following research ques-
tions guide the investigation:
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1. How can SHRM practices be effectively integrated with
organizational behavior principles to drive long-term or-
ganizational growth?

2. What role does organizational culture play in the suc-
cessful integration of SHRM and OB?

3. How has the COVID-19 pandemic influenced the align-
ment between SHRM practices and organizational behav-
ior, and what implications does this have for the future of
work?

4. What are the key factors that contribute to the sustain-
ability of SHRM and OB practices in the aftermath of the
COVID-19 pandemic?

Research Objectives

The specific objectives of this research are:

1. To investigate the theoretical and practical relationship
between SHRM and OB.

2. To develop a collaborative framework for integrating
SHRM practices with organizational behavior principles.
3. To explore how the COVID-19 pandemic has impacted
SHRM and OB practices, especially in terms of employee
behavior, organizational culture, and leadership.

4. To provide evidence-based recommendations for orga-
nizations looking to enhance their HRM and organization-
al behavior practices in a post-pandemic world.

Research Hypothesis

Based on the above objectives, the following hypotheses
are proposed:

1. H1: The alignment of SHRM practices with OB princi-
ples positively impacts employee motivation, engagement,
and organizational performance.

2. H2: A strong organizational culture, characterized by
trust and communication, strengthens the integration be-
tween SHRM practices and organizational behavior.

3. H3: The COVID-19 pandemic has caused a shift in
SHRM practices that require greater emphasis on flexibil-
ity, remote working, and employee well-being, which in
turn alters organizational behavior outcomes.

4. H4: Organizations that adapt SHRM and OB practices
to address post-pandemic challenges are more likely to
achieve long-term growth and sustainability.

Significance of the Study

This study is significant in the context of the post-pandem-
ic business environment, where organizations are facing
unprecedented challenges in adapting their SHRM practic-
es to new ways of working, including remote work, hybrid
models, and digital transformation (Pullen et al., 2021).
The integration of SHRM with OB in this new landscape
is crucial for maintaining high levels of employee engage-
ment, performance, and organizational commitment. By
developing a collaborative framework that draws on both
HRM practices and behavioral insights, this research of-
fers a novel approach to sustainable organizational growth
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in the face of uncertainty and change.

Empirical Evidence

Existing literature suggests that organizations with
well-integrated SHRM and OB practices tend to exhibit
higher levels of employee satisfaction and organizational
performance (Gollan et al., 2015). Additionally, stud-
ies have shown that the pandemic has led to significant
changes in HRM practices, including an increased focus
on remote working, flexibility, and employee well-being
(Jimmieson et al., 2020). This research builds on this body
of work, offering new insights into how organizations
can adapt their HR practices to meet the challenges of the
post-pandemic world.

Implications for Theory and Practice

Theoretical Implications: This study contributes to the
academic field by developing a collaborative framework
that integrates SHRM and OB theories, providing a more
holistic approach to organizational growth. The research
expands upon existing SHRM and OB theories by incor-
porating the post-pandemic context, thereby offering new
perspectives on how HRM practices can influence em-
ployee behavior in a rapidly changing work environment.
Practical Implications: For practitioners, this research of-
fers actionable insights into how organizations can align
their HR strategies with organizational behavior to foster
sustainable growth. The findings will be particularly rel-
evant to HR managers and organizational leaders seeking
to improve employee engagement, performance, and orga-
nizational culture in a post-pandemic world. The research
will also help to shape HR strategies that enhance flexibil-
ity, employee well-being, and organizational resilience.
Scope and Limitations

Scope: This research focuses on large and medium-sized
organizations across various industries that have adopted
SHRM practices, including those that have experienced
significant changes due to the COVID-19 pandemic. The
scope is primarily limited to organizations based in Asian
countries, where digital transformation and remote work
have become central to organizational strategies.
Limitations: While this study aims to provide a compre-
hensive framework, it is limited by the diversity of or-
ganizations and industries included in the sample, which
may not fully capture the experiences of small businesses
or organizations. Additionally, the reliance on self-report-
ed data through surveys and interviews may introduce
response bias. Future research could extend the scope to
include a more global perspective and diverse organiza-
tional contexts.

Literature Review

Introduction

The integration of Strategic Human Resource Manage-
ment (SHRM) and Organizational Behavior (OB) is cru-
cial for organizations aiming to achieve long-term growth
and sustainability. While SHRM focuses on aligning
human resource practices with organizational goals, OB
delves into understanding how individual and group be-
haviors within organizations influence performance and
culture.

Strategic Human Resource Management (SHRM)

SHRM is a critical area of research in the management
field, emphasizing the strategic alignment of HR practices
with the broader goals and strategies of an organization
(Wright & McMahan, 1992). SHRM’s core premise is that
human resources are a source of competitive advantage
and that effectively managing people can lead to improved
organizational performance (Barrett & Bradley, 2003).
SHRM is based on the idea that HR practices should be
designed with the intention of driving organizational
outcomes such as innovation, efficiency, and competitive
advantage (Boxall & Purcell, 2016).

One of the key elements of SHRM is High-Performance
Work Systems (HPWS), which refers to a set of HR prac-
tices aimed at improving organizational performance by
enhancing employee motivation, skills, and overall job
satisfaction (Appelbaum et al., 2000). HPWS practices
often include selective staffing, extensive training and de-
velopment, performance-based rewards, employee partici-
pation, and job enrichment. Gollan et al. (2015) argue that
HPWS are particularly effective when employees perceive
their work environment as supportive and fair, leading to
higher engagement and organizational citizenship behav-
ior (OCB).

The COVID-19 pandemic has significantly altered SHRM
practices, as organizations were forced to rapidly tran-
sition to remote work and implement flexible work ar-
rangements (Pullen et al., 2021). As a result, SHRM now
requires a stronger focus on employee well-being, mental
health, and work-life balance. Organizations have had to
reimagine traditional HR practices, such as performance
management and employee engagement, to adapt to this
new reality (Jimmieson et al., 2020). Thus, the post-pan-
demic world necessitates an evolving approach to SHRM
that not only enhances performance but also addresses
employees’ psychological and emotional needs.
Organizational Behavior (OB)

Organizational Behavior (OB) is a field of study that secks
to understand the behavior of individuals and groups
within organizational settings, and how these behaviors
influence overall organizational performance (Robinson,
2001). The field encompasses various theories related to



motivation, leadership, group dynamics, and organization-
al culture. Prominent motivation theories, such as Herz-
berg’s Two-Factor Theory (1959) and Maslow’s Hierarchy
of Needs (1943), emphasize the importance of satisfying
both intrinsic and extrinsic needs to improve job satisfac-
tion and organizational commitment.

One of the key areas of OB is the role of organizational
culture, which refers to the shared values, beliefs, and
practices that shape the behavior of employees within
an organization (Schein, 2010). A strong organizational
culture can influence employee attitudes, motivation, and
behavior, which in turn affects organizational performance
(Ashkanasy et al., 2000). Studies have shown that when
employees align with the values and norms of an organi-
zation, they are more likely to demonstrate behaviors that
benefit the organization, such as innovation, collaboration,
and organizational citizenship behaviors (OCBs) (Podsa-
koff et al., 2000).

The COVID-19 pandemic has had profound effects on
organizational culture, as organizations had to rapidly
adapt to remote working and new ways of communicating
and collaborating. The shift in work dynamics has neces-
sitated a reevaluation of organizational values, leadership
styles, and employee engagement strategies (Wilden &
Gudmundsson, 2020). The pandemic also highlighted the
importance of employee well-being, resilience, and adapt-
ability, all of which are integral components of organiza-
tional behavior in the post-pandemic workplace (Wilden
et al., 2020).

Integration of SHRM and OB

The integration of SHRM and OB is essential for un-
derstanding how HR practices can influence employee
behavior and organizational outcomes. Several scholars
have highlighted the need for a more holistic approach to
managing human resources, one that takes into account
not only the strategic alignment of HR practices but also
the behavioral and psychological aspects of employee ex-
perience (Mitchell et al., 2018). This integrated approach
emphasizes the importance of creating a supportive work
environment that enhances both employee satisfaction and
organizational performance.

For instance, Gollan et al. (2015) argue that SHRM prac-
tices such as performance management, training, and
career development can influence employees’ motivation
and job satisfaction, which are core components of organi-
zational behavior. Similarly, Rafferty et al. (2013) suggest
that SHRM practices should address both the economic
and psychological needs of employees, thus creating a
work environment that fosters motivation, engagement,
and organizational commitment.

Research by Troth et al. (2012) supports the idea that
organizational behavior can act as a mediator between
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SHRM practices and organizational outcomes. For exam-
ple, when employees perceive SHRM practices as fair and
aligned with organizational goals, they are more likely to
exhibit positive behaviors such as OCBs and higher levels
of organizational commitment (Blau, 1964). The relation-
ship between SHRM and OB is therefore cyclical, where
effective HR practices shape employee behavior, and pos-
itive organizational behavior in turn reinforces the success
of SHRM initiatives.

In the post-pandemic world, the integration of SHRM
and OB becomes even more critical as organizations are
facing new challenges in terms of remote work, employ-
ee well-being, and digital transformation. Organizations
must develop HR practices that not only support business
objectives but also align with the evolving needs and
expectations of their workforce (Pullen et al., 2021). The
COVID-19 pandemic has further emphasized the need for
flexibility in SHRM practices, such as remote work poli-
cies and mental health support, which are directly linked
to employee behavior and organizational performance
(Jimmieson et al., 2020).

Theoretical Basis

This research draws on several key theoretical frame-
works to examine the relationship between SHRM and
OB. These include:

1. Social Exchange Theory: Blau (1964) argues that orga-
nizational behavior is shaped by the quality of the social
exchange between employees and their employer. When
employees perceive that they are treated fairly and that
their needs are met, they are more likely to reciprocate
with positive behaviors, such as higher engagement and
organizational citizenship behaviors.

2. Resource-Based View (RBV): According to the RBYV,
human resources are a critical source of competitive ad-
vantage, and effective SHRM practices can leverage this
resource to achieve organizational goals (Barney, 1991).
The integration of SHRM and OB provides a holistic view
of how HR practices can develop and manage human cap-
ital to enhance organizational performance.

3. Motivation-Hygiene Theory: Herzberg’s (1959) theo-
ry distinguishes between motivators (which lead to job
satisfaction) and hygiene factors (which prevent dissat-
isfaction). This framework is useful for understanding
how SHRM practices, such as performance feedback and
career development, can influence organizational behavior
by addressing both the intrinsic and extrinsic needs of em-
ployees.

4. Theory of Organizational Culture: Schein (2010) posits
that organizational culture plays a central role in shaping
employee behavior and influencing organizational out-
comes. By understanding how SHRM practices can align
with and support organizational culture, organizations can
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enhance employee commitment, motivation, and perfor-
mance.

Conclusion

The integration of SHRM and OB offers a comprehensive
approach to understanding and managing human resources
in a way that maximizes both organizational performance
and employee well-being. The COVID-19 pandemic has
created an opportunity for organizations to reassess and
adapt their HR practices to meet the new demands of a
post-pandemic workforce. Future research should explore
how the integration of SHRM and OB can help organi-
zations navigate these challenges and build a sustainable,
adaptable workforce.

Methodology

1. Research Design

The research adopts a mixed-methods approach, combin-
ing both qualitative and quantitative research designs to
provide a comprehensive understanding of the relationship
between Strategic Human Resource Management (SHRM)
and Organizational Behavior (OB) in fostering long-term
organizational growth.

The research design is also longitudinal in nature, focus-
ing on changes over time to better understand how SHRM
practices and organizational behaviors evolve and contrib-
ute to long-term growth.

2. Data Collection

a. Qualitative Data Collection

e Interviews: Semi-structured interviews are conducted
with key stakeholders, including HR managers, organiza-
tional leaders, and employees. These interviews explore
their experiences and perceptions of how SHRM and OB
practices interact to promote sustainable growth.

e Case Studies: In-depth case studies of select organi-
zations is used to understand the practical application of
SHRM and OB frameworks. These organizations are cho-
sen based on their reputation for long-term success and a
demonstrated commitment to integrating SHRM with OB
principles.

b. Quantitative Data Collection

e Surveys: A structured questionnaire are developed to
assess how SHRM practices and organizational behav-
iors are perceived to influence long-term organizational
growth. This include scales measuring:

o SHRM practices

o Organizational Behavior

o Long-Term Growth Indicators

o Sample Size

o Sampling Method
o Instrument Validation

3. Data Analysis

a. Qualitative Data Analysis

e Thematic Analysis: The interview and case study data
are analyzed using thematic analysis to identify patterns,
themes, and insights related to the integration of SHRM
and OB. The analysis follow these steps:

1. Data Familiarization

2. Initial Coding

3. Theme Development

4. Interpretation

5. Triangulation

e Software: NVivo or ATLAS.ti is used for organizing
and analyzing qualitative data.

b. Quantitative Data Analysis

e Descriptive Statistics: To summarize and describe the
basic features of the data (e.g., means, standard devi-
ations) related to SHRM practices, OB variables, and
growth indicators.

e Correlation Analysis: To explore relationships between
SHRM practices and organizational behaviors (e.g., how
specific HR practices correlate with employee motivation,
job satisfaction, and organizational success).

e Structural Equation Modeling (SEM): To test the hy-
pothesized relationships between SHRM practices, OB
outcomes, and long-term organizational growth. This
method allows for the analysis of complex models with
multiple dependent and independent variables.

e Multiple Regression Analysis: To determine the predic-
tive power of SHRM practices on organizational growth,
controlling for organizational size, industry, and other rel-
evant variables.

e Data Software: SPSS and AMOS are used for statistical
analysis and modeling.

c. Integration of Qualitative and Quantitative Findings
The results from the qualitative and quantitative data are
integrated in the following ways:

e Validation

e Interpretation

4. Ethical Considerations

e Informed Consent: All participants are provided with
an informed consent form detailing the study’s objectives,
procedures, and confidentiality assurances.

e Confidentiality: Data is anonymized to protect partici-
pant identities, and all data is stored securely.

e Voluntary Participation: Participants are informed that
their participation is voluntary, and they can withdraw at
any time without consequence.



5. Limitations

e The research may face limitations such as potential bi-
ases in self-reported data from surveys and interviews, as
well as challenges in obtaining data from organizations
with highly competitive or confidential HR practices.

By combining both qualitative and quantitative methods,
the research provides a holistic and robust understanding
of how SHRM and OB can work together to support long-
term organizational growth.

Preliminary Findings and Discussion

The data collected addresses the research questions and
hypotheses concerning the integration of SHRM practices
with OB principles, the role of organizational culture, the
impact of the COVID-19 pandemic, and the sustainability
of SHRM and OB practices post-pandemic.

Integration of SHRM Practices and OB Principles

The integration of SHRM practices with OB principles
was found to significantly influence employee motiva-
tion, engagement, and organizational performance, which
aligns with the first hypothesis (H1). Qualitative inter-
views revealed that HR managers and employees empha-
sized the importance of aligning HR practices with OB
theories, particularly in terms of motivation and employee
development. One interviewee from a multinational tech-
nology firm in China shared:

“We found that when HR strategies align with OB princi-
ples such as motivation, recognition, and empowerment,
employees feel more engaged and perform better. It’s cru-
cial to have clear communication about goals and provide
regular feedback, as this helps employees stay motivated
and aligned with the company’s objectives.”

Quantitative survey data corroborated this finding, with
80% of respondents indicating that when SHRM practic-
es (such as performance appraisals, training, and career
development) aligned with OB theories like Herzberg’s
motivation-hygiene theory and Vroom’s expectancy the-
ory, employee engagement was significantly higher. A
majority of survey respondents (75%) also reported that
this alignment resulted in enhanced organizational perfor-
mance, with higher levels of employee satisfaction and
productivity (Bacal, 2018).

These findings suggest that the integration of SHRM prac-
tices with OB principles is essential for fostering a moti-
vated, engaged, and high-performing workforce, which
in turn contributes to long-term organizational growth in
China’s competitive labor market.

The Role of Organizational Culture in SHRM and OB In-
tegration

The second hypothesis (H2) posits that a strong organiza-
tional culture characterized by trust and communication
strengthens the integration between SHRM practices and
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OB principles. This hypothesis was strongly supported
by the qualitative and quantitative data gathered. In inter-
views, HR leaders in China emphasized that organization-
al culture, particularly in terms of trust, mutual respect,
and communication, plays a pivotal role in the effective-
ness of SHRM practices. A senior HR manager in a Chi-
nese state-owned enterprise stated:

“A culture of trust allows us to implement HR practices
more effectively. When employees trust management and
feel respected, they are more likely to embrace HR initia-
tives like training and development, which in turn boosts
organizational behavior and engagement.”

The quantitative survey also highlighted that 82% of
respondents agreed that organizations with a strong cul-
ture of trust and communication were more successful
at implementing SHRM practices, which then enhanced
employee motivation and job satisfaction. This was partic-
ularly relevant in the context of China, where hierarchical
structures and relationship-based dynamics often influence
employee behavior and engagement. Survey participants
also noted that clear communication channels between
HR and employees were key to aligning SHRM practices
with organizational goals, thereby reinforcing the impor-
tance of organizational culture in the integration process
(Katzenbach & Smith, 2020).

These findings suggest that in China, fostering an organi-
zational culture of trust, respect, and open communication
is crucial for the successful integration of SHRM practices
with OB principles, leading to improved employee perfor-
mance and organizational outcomes.

Impact of the COVID-19 Pandemic on SHRM and OB
Alignment

The third hypothesis (H3) proposed that the COVID-19
pandemic has led to a shift in SHRM practices, particu-
larly in terms of flexibility, remote working, and employ-
ee well-being, which has in turn altered organizational
behavior outcomes. Qualitative data revealed that the
pandemic has had a profound impact on SHRM practices
in Chinese organizations. Interviewees reported an accel-
erated shift towards remote work and greater emphasis
on employee well-being. An HR director from a Chinese
technology firm noted:

“The pandemic forced us to rethink how we manage peo-
ple. We had to provide employees with greater flexibility
in terms of remote work, and we also introduced more
health and wellness initiatives. We’ve noticed that this has
improved employee morale and engagement.”

Survey data also revealed that 70% of respondents be-
lieved their organizations had adapted quickly to the
challenges posed by the pandemic, shifting focus towards
more flexible working arrangements and enhanced sup-
port for employee well-being. Additionally, 65% of sur-
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vey participants reported that these changes positively
affected organizational behavior, with employees showing
increased job satisfaction and commitment. Notably, the
focus on employee well-being during the pandemic has
led to changes in organizational behavior, with employees
demonstrating more resilience and a greater sense of loy-
alty to their employers (Becker & Huselid, 2020).

These findings highlight that the COVID-19 pandemic has
acted as a catalyst for transforming SHRM practices in
China, with flexibility and employee well-being becoming
central to HR strategies. This shift has led to changes in
organizational behavior, with employees showing greater
engagement, satisfaction, and commitment despite the
challenges posed by remote work and health concerns.
Sustainability of SHRM and OB Practices Post-Pandemic
The fourth hypothesis (H4) argued that organizations that
adapt SHRM and OB practices to address post-pandemic
challenges are more likely to achieve long-term growth
and sustainability. The qualitative and quantitative data
gathered supports this hypothesis. Interviewees empha-
sized that the post-pandemic era requires continued focus
on flexibility, employee well-being, and adaptability. A se-
nior manager in a Chinese multinational company stated:
“While we’ve adapted to remote work during the pandem-
ic, we've realized that this flexibility is not just a tempo-
rary measure. We need to continue offering flexible work
options and prioritize mental health to ensure long-term
sustainability and growth.”

Survey responses also indicated that 77% of participants
believed their organizations were well-positioned for
long-term growth because of their ability to adapt SHRM
and OB practices to the new normal. Key strategies cited
included continued support for remote work, enhanced
employee engagement programs, and maintaining a focus
on employee well-being (Ulrich et al., 2021). Organiza-
tions that embraced these strategies were seen as more
resilient and likely to continue growing in a post-pandem-
ic world, where the future of work is expected to involve
more flexibility and focus on employee health.

The data suggests that sustainability in the post-pandemic
context requires organizations to maintain and further de-
velop the SHRM and OB practices that were successfully
adapted during the crisis. By continuing to focus on em-
ployee flexibility, well-being, and engagement, Chinese
organizations can ensure long-term success and resilience.

Conclusion

The preliminary findings from both the qualitative inter-
view data and quantitative survey data collected in Chi-
na suggest that the integration of SHRM practices with
OB principles is essential for long-term organizational

growth. Organizational culture, particularly in terms of
trust and communication, plays a vital role in strengthen-
ing this integration. The COVID-19 pandemic has been a
transformative force, accelerating the shift towards more
flexible and employee-centric HR practices, which in turn
has positively impacted organizational behavior. Finally,
organizations that continue to adapt their SHRM and OB
practices to address post-pandemic challenges are better
positioned for long-term sustainability and growth.
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